ABSTRACT. To describe leadership as ethical is largely a perceptional phenomenon informed by beliefs about what is normatively appropriate. Yet there is a remarkable scarcity in the leadership literature regarding how to define what is ''normatively appropriate.'' To shed light on this issue, we draw upon Relational Models Theory (Fiske, 1992, Psychol Rev, 99:689-723), which differentiates between four types of relationships: communal sharing, authority ranking, equality matching, and market pricing. We describe how each of these relationship models dictates a distinct set of normatively appropriate behaviors. We argue that perceptions of unethical leadership behavior result from one of three situations: (a) a mismatch between leader's and follower's relational models, (b) a different understanding about the behavioral expression, or preos, of the same relational model, or (c) a violation of a previously agreed upon relational model. Further, we argue that the type of relational model mismatch impacts the perceived severity of a transgression. Finally, we discuss the implications of our model with regard to understanding, managing, and regulating ethical leadership failures.
In light of recent ethical failures spanning private and public organizations, research has increasingly focused on the issue of ethics in organizational leadership (Brown et al., 2005; De Hoogh and Den Hartog, 2008, 2009; Den Hartog and De Hoogh, 2009; Jones et al., 2007; Kanungo, 2001; Treviño et al., 2003; Turner et al., 2002) . This renewed interest goes hand in hand with the evidence that leadership does indeed play a critical role in ethical shortcomings both on the grand scale and even on more so at the day-to-day level (Mayer et al., 2009) . Notably, ethical leadership has not only been studied as a normative issue, but also shown to have direct positive consequences for leadership effectiveness, followers' job satisfaction, and organizational citizenship behavior (Brown et al., 2005; Kalshoven et al., in press ). Thus, to determine how to regulate and change organizational behavior to fulfill certain moral and ethical standards, it is widely suggested that scholarship develop a better understanding of the psychological dynamics at play (Brown and Treviño, 2006) .
Although theories on transformational leadership (Bass, 1985; Bass and Riggio, 2006) and servant leadership (Greenleaf, 1977; Liden et al., 2008) partly account for ethical aspects of leadership, researchers have only recently focused on ethical leadership in particular (Brown and Treviño, 2006; Brown et al., 2005; De Hoogh and Den Hartog, 2008; Neubert et al., 2009; Treviño et al., 2003) . Currently, perhaps the most influential definition of ethical leadership stems from Brown et al. (2006) , who draw upon social learning theory (Bandura, 1977 (Bandura, , 1986 to argue that ethical leadership entails credibly modeling normatively appropriate conduct. Yet, while this definition leaves little to argue with, it also provides little to work with because ''normatively appropriate'' is a rather vague term. For example, is it ethical when an otherwise friendly leader suddenly threatens to fire an employee for taking days off to care for a sick child? Or, is it ethical when a stellar employee has been promised a performance bonus, but then is not paid the bonus because the team as a whole experienced a dramatic loss? Answering these questions requires an understanding of the type of relationship between leader and follower. Thus, we consider it crucial to complement Brown's and Treviño's perspective on ethical leadership by defining more precisely what ''normatively appropriate '' entails (cf. Klein, 2002; Trevino and Weaver, 2003) . To do so, we draw upon Relational Models Theory (RMT; Fiske, 1991 Fiske, , 1992 Fiske, , 2004 , defining salient relationship models and exploring how these affect perceptions of ethicality. In this article, we focus on the perspectives of followers and other stakeholders. Further, we focus on norm transgressions and consequent evaluations of unethical leadership rather than norm fulfillment and its ethical interpretation (cf. van Gils et al., 2010) .
Our research has various implications. First, our analysis corroborates the argument of Brown et al. (2005) that the core issue of ethical leadership is not about a particular type of leadership but rather about fulfilling normative standards embedded within relationships between leaders and stakeholders. Second, our approach helps to distinguish between three types of ''unethical leadership'' perceptions: (a) those due to different RMs between leader and follower, (b) those due to different behavioral expressions of the same RM, and (c) those due to a violation of a previously agreed upon RM. Third, our analysis explores when and how such relationship transgressions might be more or less unethical.
In this article, we first briefly review prominent perspectives leadership scholarship takes on ethical leadership. Next, we introduce Relational Models Theory (RMT) and explain how this theory can elucidate various norms that may underlie relationships. Finally, we bring these two strands together in an analysis of what is ''normatively appropriate'' in leader-follower relationships and outline novel ideas that can be derived from this research.
Ethical leadership
To date, the literature includes several theoretical conceptualizations of ethical leadership and its fundamental processes. Our perspective follows prior convention in defining leadership as ''a process of social influence in which one person is able to enlist the aid and support of others in the accomplishment of a common task'' (Chemers, 2000, p. 27) . Using this definition, some leadership theories treat ethical behavior as one specific dimension within a broader conception of leadership. For instance, servant leadership theory focuses on the leader's ability to develop employees to their fullest potential (Greenleaf, 1977; van Dierendonck, in press ). Servant leadership theory conceptualizes leaders as servants of their followers, placing their followers' needs above their own needs. In this respect, a recent measure by Liden et al. (2008) explicitly specifies ethical behavior as a central dimension of servant leadership among other dimensions such as emotional healing, creating values for the community, conceptual skills, empowering, helping followers grow and succeed, and putting followers first.
Likewise, ethical leadership is integral to transformational leadership theory. Transformational leaders inspire followers to transcend self-interest and serve collective values and goals, motivating followers to achieve exceptional performance (Bass, 1985; Bass and Avolio, 1993; Burns, 1978; Conger and Kanungo, 1987) . Bass and Avolio (1993) described four dimensions of transformational leaders: inspirational motivation, idealized influence, individualized consideration, and intellectual stimulation. The idealized influence dimension of transformational leadership is closely related to ethical leadership because it is defined as the leader's modeling of high standards in the domain of ethics and morality (Bass and Steidlmeier, 1999) .
Recently, Brown et al. (2005) , Brown and Trevino (2006) developed a leadership theory focused on explaining ethical leadership. They argue that although transformational leadership is often ethical, there can be cases (i.e., charismatic dictators) in which transformational leaders are widely considered unethical (Bass, 1985) . Furthermore, transactional leadership (i.e., a leadership type based on contingent rewards and management-by-exception), which is often described as the antithesis of transformational leadership, can be used by ethical leaders to induce reinforcement positive behaviors through rewards and punishments (Gini, 1998; Kanungo, 2001; Treviño et al., 2003) . Brown and colleagues thus conclude that the ethical-unethical dimension does not altogether correspond to the framework of transformational versus transactional leadership. Instead, they approach the issue from a social learning perspective (Bandura, 1977 (Bandura, , 1986 . They argue that a leader has to be a credible role model of
